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This research project is an exploratory study aiming
to find out the level of job satisfaction and its
relationship with intention to leave, effort expended
on-.the job and attitude towards students of university
graduates teaching in the secondary schools in Hong Kong.
A questionnaire survey was used. 238 questionnaires
were-sent out and 116 were returned.
The mean score of the overall job satisfaction was
found to be slightly below the medium of the measuring
scale. This suggests that there may not be any deep
dissatisfaction among graduate teachers. Satisfaction
with performance evaluation was found to be the lowest
and satisfaction with the fringe benefits the second
lowest among all the factors of job satisfaction. Ability.
utilization was found to be the most significant predictor
of the overall job satisfaction. No significant difference
in job satisfaction was found with respect to a number of
demographic variables except tenure.
The result on intention to leave suggests that it is
not a serious problem.. Satisfaction with the competence
of the supervisor was found to be the most significant
predictor of the intention to leave. The overall job
satisfaction, surprisingly, was found to be an
insignificant predictor.
The result on attitude towards students suggests
3
that generally teachers like their students. The overall
job satisfaction and satisfaction with. feedback were the
two most significant predictors of attitudes towards
students. On the study of the effort expended by
teachers, attitude towards students, satisfaction with
feedback and satisfaction with work load were found to
be significant predictors.
Explanations for some of the observations were
offered. Various tactics to increase job satisfaction
and lower the intention to leave were discussed and
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INTRODUCTION AND LITERATURE REVIEW
A lot of studies have been done on job satisfaction.
Locke (1976) have estimated that a total of 3350 articles
have been published on the subject. Judging from the
number of articles published, we can infer the importance
of job satisfaction in the field of management.
This research project is an exploratory study aiming
to find out the level of job satisfaction and its
relationships with intention to leave, effort exerted on
the job and attitudes towards students of university
graduates teaching in the secondary schools. In recent
years, there have been some significant changes in the
educational system in Hong Kong. The implementation of
the nine years of compulsory education, the creation of
a new post of the Secretary for Education and the
introduction of the Junior Secondary Education Allocation
Examination are some of the changes which have taken
place. His Excellency the Governor has recently stated
in his Legco Speech that F.4 and F.5 places would be
further increased. To implement these programmes, a
gigantic amount of public expenditure have been and will
be incurred.
The implementation of all these education policies
depends very much on the first-line 'human engineers'-
teachers. If the teachers are not satisfied with their
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jobs, then time, money and effort spent on these
educational programmes may be futile.
Educational administrators place most of their
attention in the 'hardware' of education such as school
finance, public examinations, number of students enrolled,
number of schools built and to be built etc. Job
satisfaction of the teachers and its related aspects
have not been given due attention. It is for these
reasons that I decided to undertake a research on
satisfaction study of university graduates employed in
secondary schools. It is hoped that the results of the
project can highlight some salient features which can be
used to optimize the return on people investment in the
educational system.
Job Satisfaction and Its Factors
Satisfaction is an emotional response. It is
defined by Locke (1976) as a measurable or positive
emotional state resulting from the appraisal of one's
job or job experiences. A job is not an entity but is
mutidimensional. It is a complex interrelationship of
task, roles, responsibilities, interactions, incentives,
and rewards. Therefore, in order to understand job
satisfaction thoroughly, we must breakdown job
satisfaction into its various factors and examine them
separately. Examples of these factors are automony,
challenge, ability utilization, advancement, management
practices, procedures and policies, company rules,
relationship with coworkers, supervisor's competence,
supervisor's human relation skills-and compensation. The
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following is a b itef literature review on these factors
of job satisfaction.
Challenge
Challenge is an important factor of job satisfaction.
If there is not enough challenge in one's job, it is
likely that he will be.bored and, dissatisfied. On the
contrary, Ford (1969) have found that if the work is
challenging enough, one will find the work interesting
and get involved in the job. However, if the challege
is so great that the individual cannot cope with it and
get frustrated, dissatisfaction will result. Herzberg
(1966) and Vroom (1964) have suggested th t experiencing
success in one's task is an important factor of job
satisfaction.
Pay
Pay is definitely one of the most important induce-
ments offered by the organization to its employee, Lawler
(1971) have put forward two theories to explain pay
satisfaction: the 'discrepancy' theory and the 'equity'
theory. The 'discrepancy' theory states that pay
satisfaction depends upon the difference between the pay
one receives and the pay one values. The 'equity' theory
views that satisfaction is a function of the pay one
receives in relation to his perceived imputs and outputs
relative to other people holding similar jobs. Adams (1965)
and Lawler (1971) have hypothesized various factors which
determine equity level. These include age, seniority,
education, experience, effort, output quantity, output
quality, innovation, challenge and responsibility.
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Individuals who perceive that they are paid inequitably
will be dissatisfied with their pay. Although some
argue that pay serves only to satisfy one's lower level
needs such as food,.shelter, clothing etc, McClelland
(1961) have found that pay can mean more than this*
Money may also represent a form of achievement, a status
vmhcl and a source of recognition.
Promotion
Promotion is another important factor of job
satisfaction. It is a- sign of recognition and implies a
gain.in monetary reward g, authority and status.
The 'equity' theory also comes in here. However it
is difficult to define what constitutes equity. Some may
think that promotion should be based on merits and
ability others may argue that it should be based on
senority.
Locke (1976) have asserted that individuals may be
different in their views about promotion. People with
high desire for career aspiration, growth and social
status will derive more satisfaction from promotion. On
the other hand, employees who are less ambitious or who
are not willing to accept more challenge will have less
desire for promotion.
Superior-subordinate Relationship
Superior-subordinate relationship in connection to
job satisfaction have been widely studied. Vroom (1964)
have concluded that in general consideration of
subordinates on the part of supervisor results in a
.high level of satisfaction and is reflected in low
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turnover rates and fewer absences. House and Mitchell
(1974) found that subordinates who were low in self-
esteem or who-had jobs which they disliked considered
havinga considerate supervisors to be of importance to
them. Barrett (1964) found that an employee's belief
that he and his supervisor agreed on how the work should
be done was an important factor of the employee's
attitudes toward that supervisor and could be a source
of satisfaction. Furthermore, Bachman (1968) have found
that when the manager is perceived as highly influential
and powerful in running his office, satisfaction and
performance tend to be higher. The competence, experience
and technical expertise of the supervisor also seem to
play an important part in the job satisfaction of
workers.
Coworkers
Relations with coworkers is also an important
factor of job satisfaction. Mayo (1945) has stated in
his book that man's desire to be continuously associated
in work with his fellows is a strong, if not the
strongest, human characteristic. Srivastra et al (1975)
has shown that. relationships with coworkers and job
satisfaction is positively correlated. It seems that a
coworker relationship contributes to the satisfaction of
one's affiliation need. Vroom (1964) have asserted that
individual will derive more satisfaction from the
interaction with his coworkers if they have similar
attitudes. Acceptance by coworkers is also an important
element. Furthermore, interactions between two persons
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would be satisfying if this interaction has the
consequence of facilitating the progress of each of the
persons toward the attainment of his goals. However
because of individual differences, not all persons will
equally value interaction with their coworkers.
Working Environment
Locke (1976) has reported that in general, employees
like to work in an environment which is not dangerous
or uncomfortable. They prefer to have moderate
temperature, a right level of humidity, illumination,
ventilation and noise. Most employees also value a
working place which is close to their home, clean and
new and with an ample supply of tools and equipment.
The reasons why. employees like to work in a nice
environment may be due to their desire to satisfy their
physical needs- comfort and the desire for conditions
which can facilitate the accomplishment of their work.
Ability Utilization
It is often asserted that an individual derives
satisfaction from jobs which enables him to use his skills
and abilities. The motivation of people to utilize their
abilities is termed as self-actualization by Maslow (1954),
According to his hierarchy theory of motivation, there
should be substantial individual differences in the
strength of this need. In a study of job satisfaction
of female nurses, it was found that the less the nurses
seen their jobs as demanding the qualities they possessed,
the lower their job satisfaction. In another study,
.Vroom (1962) reported a correlation of 0.59 between
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opportunity for self-expression in the job and job
satisfaction for 489 hourly blue-collar workers in a
Canadian oil refinery.
Autonomv
Nadler, Hackman and Lawler III (1979) have defined
autonomy as the degree to which the job provides
substantial freedom, independence and discretion to the
individual in scheduling and in determining the
procedures to be used in carrying it out. Autonomy is
directly related to feelings of responsibility for the
work. The more people have control over how they do
their work, the more responsible they feel. Hackman
and Lawler III (1971) have found that when jobs are
high on autonomy, variety, task identity and feedback,
employees who are desirous of higher order need
satisfaction tend to have high motivation, have high
job satisfaction, be absent from work infrequently
and be rated by superiors as doing high quality work.
Job Satisfaction and Demographic Characteristics
Age
Many studies have shown that among males in U. S.,
job satisfaction has varied directly with age. Carroll
(1969) reported that in 17 out of 23 studies done before
1960 on age and satisfaction, a U-shaped curve emerged.
This indicates that people begin working at a high level
of satisfaction, becoming increasingly dissatisfied
through the next years, and after hitting a low point
become increasingly more satisfied again. Glen, Taylor
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and Weaver (1977) have revealed that both white male and
female show consistent positive correlation between age
and job satisfaction. One possible explanation of the
positive correlation is that as individuals grow older,
the extrinsic rewards of the work-including income,
prestige, authority and autonomy increase accordingly
which subsequently lead to higher job satisfaction.
Tenure
Closely related to age is the variable of tenure or
length of service with'the organization. As with
advancing age, increased tenure seems to correlate with
high job satisfaction. Alderfer (1966) in his study of
blue-collar workers and first-line managerial workers,
have found that with increasing seniority a worker is
significantly more satisfied with his pay and his
opportunity to use his skills and abilities. One possible
explanation is 'that the longer the worker has been on a
job, the more he knows what to expect and the better his
equilibrium adjustment can be made.
Marital Status and Number of Children
Carroll (1969) reported that generally married
workers were more satisfied with their jobs than single
people and that workers with two or more children were
significantly more satisfied than those with fewer
children. This trend indicates that the more settled
workers tend to be, the more satisfied they are with
their jobs. Such a relationship between marital status
and job satisfaction may be related to the one's
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responsibility' towards his family. The bread-winner of
the family will naturally. be concerned.with stable
income and job security. As a result, a married person
will be more likely to stay with his present job and
adjust himself to other unfavourable factors.
Sex
Hulin and Smith (1965), in their study of sex
difference in job satisfaction, have found a tendency
that female workers are less satisfied than male
workers. Ivancevish and Donnelly (1968) have also
asserted that females tend to be less satisfied with
their jobs than males. Part of the problem of sex
differences in job satisfaction studies was interpreted
as linked to the differential treatment of women and
men with identical credentials.
Job Satisfaction and Job Behaviours
Job satisfaction have some definite impacts on
individual behaviour on his job. Researchers have been
anxious to find out the differences in job behaviours
between those who are satisfied and those who are
dissatisfied. A lot of studies have been done on the
relationships between job satisfaction and job behaviours
such as turnover, .absenteeism, accidents and productivity.
In this literature review, two aspects of job behaviour
will be examined: turnover and productivity,
Turnover
The cost of turnover to an organization is
significant and sometimes is a real problem to an
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organization. Whenever an employee leaves an
organization, cost will be incurred in the recruitment,
selection and training of the new employee. Therefore
a high turnover rate is highly undesirable.
Virtually all major studies have found a consistent
negative relationship between job satisfaction and
turnover. Early in 19501s, Brayfield and Crockett (1955)
and Herzberg et al (1957) both found evidence of a
strong relationship between employee dissatisfaction
and withdrawal behaviour, i.e. both turnover and
absenteeism. Vroom (1964) also reported that the studies
he reviewed showed a consistent relation between job
satisfaction and propensity to leave. Porter and Steers
(1973) critically examined those researches carried out
over the past years concerning those factors related to
turnover and absenteeism in work situation. It was
concluded that on a genera-1 level g overall job
satisfaction was found to be consistently and inversely
related to turnover.
Using the Job Descriptive Index as a measure of job
attitudes, Hulin's (1966) first study matched each subject
who subsequently left the company over a 12-month period
with two 'stayers' along several demographic dimensions,
significant differences were found between stayers and
leavers groups on mean satisfaction scores. Later,
Hulin (1968) in a study of the effects of changes in
job satisfaction levels on employee turnover, found
that among a large group of female clerical workers,
a significant decrease in turnover was observed when
.the level of satisfaction of the workers was increased.
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The decrease of turnover was reported to be in the range
of 30 percent to 12 percent. Martin (1980) indicated
that numerous variables were related to intention to
leave.-job satisfaction was among the most important
ones.
Productivity
Vroom (196+) asserted that there was no simple
relationships between job satisfaction and productivity.
Correlations between these variables vary within an
extremely large range and the median correlation of 0.14
has 1-ittle practical importance. Porter and Lawler (1968)
has postulated that in satisfaction-productivity
relationship, productivity should be viewed as a cause
of job satisfaction and not vice versa. Locke (1976)
also indicated that past studies consistently showed
that relationship between satisfaction and productivity
was not significant.
Relationship between Job Satisfaction
and Other Attitudes
It have been found that job satisfaction bears a
significant relationships with other attitudes such as
attitudes towards life, family and oneself. Herzberg
(1959) found that satisfying job experience often
increased individual's, self- confidence. In another
study Iris and Barrett (1972) have found significant
correlation between attitudes towards the job and those
toward life among the foremen of a large chemcial
plant. In this research project, the relationship
between job satisfaction and attitudes towards students
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will be studied
Objectives of this Research Project
This researchro_-iect has the followin objectives:
(1)To measure the overall level of job. satisfaction
of university graduates teaching in secondary
schools.
(2) To measure the level of satisfaction with individual
factor of job satisfaction.
(3) To measure the perceived importance of the factors
of job satisfaction.
(24) To investigate whether there is any significant
'difference in job satisfaction with respect to
different demographic variables.
(5) To investigate the relationship between job
satisfaction and the intention to leave.
(6) To investigate the relationship between job
satisfaction and attitudes towards students.
To investigate the relationship between job
satisfaction and the effort expended in teaching.
(8) To investigate whether job satisfaction is






A questionnaire survey was used in this research
project. To facilitate the design of a valid
questionnaire, two groups interviews were conducted
separately in two different schools. One group was
composed of five teachers majored in Chemistry, Biology,
Chinese, Economics and English respectively. The other
group consisted of three teachers majored in English,
Economics and Geography. Before the interview, the
interviewer briefly explained to the group some background
information about the interview. It was made clear that
the information gathered from the interview would be
used in designing a tailor-made questionnaire. The
confidentiality of the content of the discussion was
assured by the interviewer. The group members were also
requested to assure such confidentiality.
The interviews were conducted in a relaxed and frank
atmosphere. During the interviews, the group members
were requested to identify those job attributes which
they were satisfied or dissatisfied with or which they




With the information gathered from.the two group
interviews, together with the findings of previous
studies, a questionnaire for the survey was designed.
A sample of the questionnaire can be found in the
Appendix.
The questionnaire consisted of four parts, Part A
consisted of twelve questions designed to gather
information about the demographic characteristics of












Tenure at the school
Number of teaching experience
Part B consisted of twelve questions which were
designed to measure the propensity to leave, attitudes
towards the students, the effort expended in one's job
and the perceived ability of the students.
In part C. there were thirty-two questions designed
to measure job satisfaction. The following factors of,





















Distance between the school and home
Part D consisted of eighteen questions designed to
measure the perceived importance of some job aspects
to the respondents.
Parts A, B, C and D were measured using a 5-point
scale.
Sampling Method
The target group of this questionnaire survey was
university graduates teaching in various types of
secondary schools, i. e. government, subsidized and
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private, The sample was further divided into two
sub-samples, I- and II. Sub-sample I consisted of in-
service teachers pursuing a Diploma of Education in
The Chinese University on part-time basis, Although
they were all pursuing a Diploma of Education on part-
time basis, they were actually of very diverse backgrounds.
They were coming from different schools and teaching
different subjects. They also differed in their age,
tenure, salary, expectation, and other demographic
characteristics. Sub-sample II consisted of teachers
who were acquainted with the researcher. Individual
teacher in this sub-sample was requested to pass two
more questionnaires to his/her colleagues.
Administration of the Survey
The questionnaires were distributed by two methods:
by hand and by mail. For sub-sample I (teachers pursuing
their Diploma of Education), the questionnaires were
distributed to them during their lecturing period.
Prior consents from the lecturers concerned were
obtained. For sub-sample II, the questionnaires were
mailed to them. As far as possible, the teachers in
this sub-sample, were contacted by telephone either
beforehand or afterhand. All questionnaires were
accompanied with a covering letter explaining the
purpose of the research.
The total number of questionnaires sent out were
238. 87 questionnaires were sent to sub-sample I,
out of which 50 went to first-year art group and 37
to second-year science group. The remaining 151
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questionnaires were sent to sub-sample II. They were
requested to return the questionnaires by mail. A
stamped and addressed envelope was enclosed with the
questionnaire.
The whole survey was 'carried in January 1982. 116
questionnaires were returned. The overall response
rate was 48.7 percent.
Analysis
Part B of the questionnaire was measured using scale
options A, B, Cj D and E. In computer analysis, these
scale. options were converted into points 5, 4, 3, 2 and
1 respectively. Since some of the scales were measured
by more than one items, the final scores of these
scales were based on the average of the scores of
individual items. These scales are explicitely shown
below.
,.25+ Q.45) /2Autonomy= (0
Ability Utilization= (Q.27+ Q,46)/2
Feedback from the Job= (Q.29+ Q.48)/2
salary= (Q-30+ Q.49) /2
Supervisor's Competence= (Q.31+ Q.50)/2
Performance Evaluation= (Q-33+ Q-51)/2
Coworkers= (Q.36+ Q.52)/2
Supporting Services'= (Q.37+ Q•53)/2
Rules and Policies= (Q.39+ Q•54)/2
Communication= (Q.41+ Q.55)/2
Load= (Q.43+ Q.56)/2
Intention to Leave= (Q.13+ Q.15)/2
Effort Expended by Teachers= (Q.18+ Q.19+ Q.20+ Q•21)/'
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Attitude Towards Students= (Q.22+ Q.23)/2
All the statistical analyses were processed by the
IBM computer in the Computer Centre of The Chinese
University. Statistical Analysis System (SAS) was used.
A number of statistical analyses were used in this
research. They are listed below.
(l Frequency count and percentage for the analysis
of the profile of the respondents.
(2) Mean and standard deviation for the level of job
satisfaction, perceived importance of the factors
of job satisfaction, intention to leave, effort
expended, attitudes towards students and perceived
ability of the students.
(3 Correlation analysis for the study of the relation-
ship between the factors of job satisfaction and
demographic variables.
Analysis of the variance for the study of the
relationship between the overall job satisfaction
and six demographic variables:. sex, marital status,
grade, qualification, subject and level taught.
(5 Linear regression analysis for the study of the
relationship between
(a) the overall job satisfaction and demographic
variables. of sex and tenure q
(b) intention to leave and the overall job
satisfaction,
(c) attitudes towards students and the overall
job satisfaction,
(d) the overall job satisfaction and the perceives
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ability of the students,
(e) effort expended and the overall job satisfaction,
(6) Stepwise multiple regression for the study of the
relationship between
(a the overall job 'satisfaction and its factors,
(b) intention to leave and the factors of job
satisfaction?
(c) attitudes towards students and the factors
of job satisfaction,





Profiles of the Respondents
The profiles of the respondents, which include the
sex, marital status, grade, qualification, major subject
taught, highest level taught and the type of school are
shown in Tables 1-7. Tables 1 and 2 indicate that the
sex and marital status of the respondents were more or
less evenly distributed in this sample. Table 3 indicates
that 57.9 percent of the respondents were Graduate
Masters and 20.2 percent were Assistant Education
Officer. Their corresponding higher ranks, Senior
Graduate Master and Education Officer, constituted
7.9 percent and 9.6 percent of the total respondents.
The breakdown of qualification is shown in Table 4.
42.1 percent of the respondents had a Bachelor's degree
alone and 45.6 percent had a Bachelor's degree with a
Diploma or Certificate in Education. Respondents with
higher academic qualification constituted about 11.4
percent.
Table 5 indicates the breakdown of the major subject
taught by the respondents. The first four largest
categories were Chemistry (19.3%), English (17.5%),
Physics (12.3%) and Biology (9.6%).
The breakdown of the highest level taught by the
respondents is shown in Table 6. It is shown on Table 6
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that 93.8 percent were involved in senior secondary
education.
The number and percentage of respondents taught in
various. types of schools are shown in Table 7. It is
shown in the Table that 96.5 percent of the respondents
were either teaching in government or subsidized
secondary school in which Government has direct control.
TABLE 1

























































F6 includes both Lower 6 and Upper 6
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TABLE 7







The mean values and the standard deviations of the
level of overall job satisfaction and its factors are
shown in Table 8. The first three highest means were
the satisfaction with job security (3.30), coworkers
(3.25) and distance between the school and home (3.12).
It is interesting to note that other mean values of
job satisfaction are below point three, the medium of
the measuring scale, but above point two. Situated at
the lower and of the means were satisfaction with
performance evaluation (2.28), fringe benefits (2.34),
training opportunity (2.248) and supervisor's competence
(2.55). Further analyses of the distribution of the
scores on the overall job satisfaction, job security
(highest mean) and performance evaluation (lowest mean)
are shown in Tables 9, 10 and 11 respectively.
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T ABLE 8
LEVEL OF JOB SATISFACTION





















1 .223.12School and Home
26TABLE 9
DISTRIBUTION OF SCORES ON THE
OVERALL JOB SATISFACTION








DISTRIBUTION OF SCORES ON SATISFACTION
WITH JOB SECURITY





















*Decimal place is the result of averaging of the two items
measuring this scale.
A stepwise multiple regression analysis was performed
using the overall job satisfaction as the dependent
variable and all its scales as the independent variables.
The result is shown in Table 12. It was found that the
most significant variable was ability utilization, which




STEPWISE MULTIPLE REGRESSION ANALYSIS
-WITH THE OVERALL JOB SATISFACTION
AS THE DEPENDENT VARIABLE AND ITS









tVariables are listed in the order they were entered by
the stepwise algorithm
These B-values are for the regression equation with all
the listed variables in the equation
Perceived Importance of the Factors
of Job Satisfaction
The means and standard deviations of the perceived
importance of the factors of job satisfaction are shown
in Table 13. Importance of the overall job satisfaction
(4.04) and rules and policies (4.02 had the two highest
means in the list.
29TABLE 13
THE MEANS AND STANDARD DEVIATIONS OF THE
PERCEIVED IMPORTANCE OF THE
FACTORS OF JOB SATISFACTION
























30Relation between Job Satisfaction
and Demographic Variables
Correlation. analyses of the level of job satisfaction
and its factors with a few demographic variables: age
number of dependents and salary received were run. It
was found that satisfaction with autonomy was positively
correlated with age with a coefficient of 0.243 (p/0.0105).
Satisfaction with fringe benefits was found to be
negatively correlated with the number of dependents with
a coefficient of -0.209 (P0-03), The salary received
and the satisfaction with salary was also positively
correlated with a coefficient of 0.298 (p 0.0015). No
other correlation was found to be significant at the
5 percent level in the entire matrix of the factors of
job satisfaction and demographic variables.
The question as to whether the overall job
satisfaction was significantly different with respect
to sex, marital status, grade, qualification, major
subject taught and highest level taught was studied
using analysis of variance (ANOVA). The results are
shown in Tables 14-19. At the 5 percent level, the
difference in the level of the overall job satisfaction
among the classes of these demographic variables was
insignificant.
31TABLE 14
ANALYSIS OF VARIANCE WITH THE OVERALL
JOB SATISFACTION AS THE DEPENDENT
VARIABLE AND SEX AS THE CLASS






ANALYSIS OF VARIANCE WITH THE OVERALL JOB
SATISFACTION AS THE DEPENDENT VARIABLE
AND MARITAL STATUS AS THE CLASS






ANALYSIS OF VARIANCE WITH THE OVERALL
JOB SATISFACTION AS THE DEPENDENT
VARIABLE AND GRADE AS THE CLASS








ANALYSIS OF VARIANCE WITH THE OVERALL
JOB SATISFACTION AS THE DEPENDENT.--'
VARIABLE AND QUALIFICATION AS
THE CLASS.






ANALYSIS OF VARIANCE WITH THE OVERALL
JOB SATISFACTION AS THE DEPENDENT
VARIABLE AND SUBJECT TAUGHT
AS THE CLASS







ANALYSIS OF VARIANCE WITH THE OVERALL
JOB SATISFACTION AS THE DEPENDENT
VARIABLE AND THE HIGHEST LEVEL
TAUGHT AS THE CLASS





Two linear regression analyses with the overall job
satisfaction as dependent variable and the salary and
tenure separately as independent variables were performed.
The results are shown in Tables 20 and 21. It was found
that at 5 percent level, tenure was a significant
predictor of the overall job satisfaction whereas salary
was not.
TABLE 20
LINEAR REGRESSION ANALYSIS. WITH THE
OVERALL JOB SATISFACTION AS THE
DEPENDENT VARIABLE AND SALARY
AS THE INDEPENDENT VARIABLE







LINEAR REGRESSION ANALYSIS WITH THE
OVERALL JOB SATISFACTION AS THE
DEPENDENT VARIABLE AND TENURE
AS THE INDEPENDENT VARIABLE
FMean SquarESum of SquareDFSource
5, 533.851 3.85Regression
(p4 0.02)0.6984 58.48Residual
It was previously shown in Table 13 that the mean
level. of satisfaction with fringe benefits was
comparatively low. The means of this variable for
each type of school: Government 9 subsidized and private
were further investigated and are shown in Table 22.
The result indicates that the mean level of satisfaction
with fringe benefits was highest in government school.
Analysis of variance was used to test if there were
any significant difference in satisfaction with fringe
benefits among the three types of schools. The result
is shown in Table 23. Significant difference was found
in the satisfaction with fringe benefits among these
three types of schools.
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TABLE 22
MEAN VALUES- OF THE LEVEL OF SATISFACTION
WITH THE FRINGE BENEFITS FOR GOVERNMENT,






ANALYSIS OF VARIANCE WITH THE FRINGE
BENEFITS AS THE DEPENDENT VARIABLE
AND TYPE OF SCHOOL AS THE CLASS





Intention to Leave and Job Satisfaction
The distribution as to how hard the respondents seeked
other posts since they joined their schools is shown in
Table 24. The result indicates that less than 8 percent
of the respondents have either tried hard or very hard
to seek other posts after joining their schools.
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TABLE 24
ANALYSIS OF THE EAGERNESS OF THE




O.8Tried very hard Sub-total:
7,97%7.08Tried hard
38.93Tried once or twice
Have considered. it ,
35.40but no action taken
17.70Never thought of
The mean value of the scale measuring the intention
to leave was found to be 2.33 with a standard deviation
of 1.02. The two items measuring the intention to
leave were the probability of.teaching in one's school
two years from now and how much longer one intends to
stay in his school.
The relationship between job satisfaction and the
intention to leave was investigated using linear
regression analysis with intention to leave as the
dependent variable and the overall job satisfaction as
the independent variable. The result is shown in Table 25.
It was found that at the 5 percent level, the overall job




LINEAR REGRESSION ANALYSIS WITH INTENTION
TO LEAVE AS THE DEPENDENT VARIABLE
AND THE OVERALL JOB SATISFACTION
AS THE INDEPENDENT VARIABLE






To further investigate the relationship between the
intention to leave and the factors of job satisfaction,
a stepwise multiple regression was run with intention to
leave as .the dependent variable and all factors of job
satisfaction as the.independent variables. The result
is shown in Table 26. It was found that satisfaction
with the competence of the supervisor was the most
significant variable. affecting intention to leave,
which accounted for 10.1 percent of the variance of
intention to leave.
38TABLE 2 6
STEPWISE MULTIPLE REGRESSION ANALYSIS
WITH THE INTENTION TO LEAVE AS THE
DEPENDENT VARIABLE AND THE FACTORS








0.2970.033Rules and Policies 0.174
F=6.34 (p{ 0.007)
Variables are listed in the order they were entered by
the stepwise algorithm
These B-values are for the regression equation with all
the listed variables in the equation
Attitude Towards Students
and Job Satisfaction
The mean value of the scale measuring the attitude
towards students was 3.93 with a standard deviation of
0.55. The relationship between job satisfaction and
attitude towards students was investigated using linear
regression analysis with attitude towards students as
the dependent variable and the overall job satisfaction
as the independent variable. The result is shown in
Table 27. It was found that the overall job satisfaction
was a significant predictor of attitude towards student
and accounted for 9.8 percent of the variance of the
attitude towards students.
39TABLE 27
LINEAR REGRESSION ANALYSIS WITH ATTITUDE
TOWARDS STUDENTS AS THE DEPENDENT
V AR I ABLE AND THE OVER ALL JOB
SATISFACTION AS THE
INDEPENDENT VARIABLE
R-squareFMean SquareSum of SquareDFSource
11.87.0.0983.341 303L.Regression
0,28 (p<0,0 . 0008)109 30071Residual
Standard Error of EstimateEstimatParameter
2.63 0-17Intercept
0.060.20Slope
A stepwise multiple regression analysis was run with
attitude towards students as the independent variable and
the factors of job satisfaction as the independent
variables. The result is shown in Table 28. It was
found that the direct feedback from the students was the
first variable entered into. the equation and accounted
for 18.4 percent of the variance in attitude.
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TABLE 2 8
STEPWISE MULTIPLE REGRESSION ANALYSIS
WITH ATTITUDE TOWARDS STUDENTS AS
THE DEPENDENT VARIABLE AND THE
FACTORS OF JOB SATISFACTION








*Variables are listed in the order they were entered by
the stepwise algorithm
az.AeThese B-values are for the regression equation with all
the listed variables in the equation
Perceived Ability of the Students
and Job Satisfaction
The mean value of the scale measuring the perceived
ability of the-students was 2.93 with a standard
deviation of 0.72. The relationship between job
satisfaction and the perceived ability of the students
was studied using linear regression analysis with job
satisfaction as the dependent variable and the perceived
ability of the students as the independent variable,
The result is shown in Table 29. It was found that the
perceived ability of the students was not a significant
predictor of job satisfaction.
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TABLE 29
LINEAR REGRESSION ANALYSIS WITH JOB
SATISFACTION AS THE DEPENDENT
VARIABLE AND THE PERCEIVED
ABILITY OF THE STUDENTS AS
THE INDEPENDENT VARIABLE





Effort Expended by Teachers
and Job Satisfaction
The mean value of the scale measuring the effort
expended by teachers was 3.15 with a standard deviation
of 0.73. The relationship between the overall job
satisfaction and the effort expended by teachers was
studied using their linear regression analysis with effort
as the dependent variable and the overall job satisfaction
as the independent variable. The result is shown in.
Table 30. It was found that the overall job satisfaction
was not a significant predictor of the effort expended by
teachers, at the 5 percent level.
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TABLE 30
LINEAR REGRESSION ANALYSIS WITH THE
EFFORT EXPENDED BY TEACHERS AS
THE DEPENDENT VARIABLE AND THE
OVERALL JOB SATISFACTION AS
THE INDEPENDENT VARIABLE





A stepwise multiple regression analysis was run
with effort as the dependent variable and the overall job
satisfaction, attitude towards students and the perceived
ability of the student as the independent variables. The
result is shown in Table 31. Attitude towards students
accounted for 22.3 percent of the variance in effort.
No other variables met the 15 percent significant level
for entry into the model.
43TABLE 31
STEPWISE MULTIPLE REGRESSION. ANALYSIS
WITH EFFORT EXPENDED BY TEACHERS
AS THE DEPENDENT VARIABLE. AND
THE OVERALL JOB SATISFACTION,
ATTITUDE TOWARDS STUDENTS AND
THE PERCEIVED ABILITY OF
THE STUDENTS AS THE
INDEPENDENT VARIABLES
R-squareFMean SquareSum of SquareDFSource
0 22112.9 30.7712.99Regression 1
0.42 (p<0.0001)45.15107Residual
JKOnlv attitude towards students was entered
Another stepwise multiple regression analysis was
run with effort as the dependent variable and all the
factors of job satisfaction as the independent variables.
The result is shown in Table 32. Satisfaction with
workload and with feedback from the students were found
to be significant predictors of the effort expended by
graduate teachers. These two factors together accounted
for 16.9 percent of the variance in the effort.
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TABLE 32
STEPWISE MULTIPLE REGRESSION ANALYSIS
WITH EFFORT EXPENDED BY TEACHERS AS
THE DEPENDENT VARIABLE AND ALL
THE FACTORS OF JOB SATISFACTION











The mean score of the overall job satisfaction was
found to be 2.86, which is slightly below 3, the medium
of the measurement scale. -(The score of 3 means that one
is satisfied with his job). This mean score signifies
that,-in general there may not be any deep dissatisfaction
among university-graduates teaching in secondary schools
about their jobs. However it seems that there may be some
rooms to further increase the level of job satisfaction.
The research results indicate that the mean scores
of satisfaction with performance evaluation, fringe
benefits, training opportunity and supervisor's competence
are comparatively low. Therefore these areas should
deserve special attention.
Satisfaction with performance evaluation is the lowest
among the list of factors of job satisfaction. It means
teachers are comparatively less satisfied with the way
their performance is being assessed. This suggests that
the performance appraisal system is not being perceived
to be a true reflection of one's performance.. Let us
first examine the performance evaluation system in
subsidized schools. It is important to note that many
subsidized schools do not have a formal performance
evaluation system. Even if there is one, however, teachers
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in the subsidized schools are not quite aware of its
presence. Furthermore, the principal, being the chief
executive officer of.the school, can play god in the
performance evaluation. Therefore performance
evaluation, if not used properly, serves only as a
weapon to punish. All these may contribute to the
comparatively low level of satisfaction with performance
evaluation.
It is therefore suggested that a formal appraisal
system be set up in all subsidized secondary schools.
It is even better if the_ teachers in the school can
participate in the setting of such system. In order that
an appraisal system can exercise its full function, it
is necessary-for the principal to review the performance
with individual teachers periodically so that they can
realize their strengths and weaknesses and also the
expectation of the school.
To minimize human factor in the appraisal system,
trait evaluation should be avoided as far-,as possible
because it tends to be too subjective. Instead it should
be based on specific observable behavior. The behaviorally
anchored rating scale should be employed.
To avoid the principal in playing god in the
performance evaluation system, certain appeal system
should be set up so that teachers can place their
representation. The district education officer from the
Education Department could play an important role in this
appeal system.
Appraisal system in government schools is part of
the appraisal system in the whole governmental system.
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Since the system is very immense, more research work
is necessary before -any recommendation can be made.
Satisfaction with fringe benefits-is the second
lowest. among the scales. Further analysis has revealed
that there are significant difference among the teachers
in government, subsidized and private schools. Government
schools has a mean score of 3.33 which suggests that,
teachers in government schools are generally satisfied
with their fringe benefits. The mean scores in subsidized
schools and private schools are significantly lower and
the mean scores are 2.00 and 1.93 respectively. This
suggests that teachers in subsidized and private schools
are dissatisfied with their fringe benefits.
Let us first examine what sorts of fringe benefits
the teachers in subsidized schools can enjoy. They have
a superannuation scheme in which they contribute 5 percent
of their monthly salary and the government contributes
10'Apercent. -In addition they have a handsome holiday
package. Teachers in government schools have a lot more
benefits. They are entitled to medical and dental
benefits, education allowance, widows and orphans pension
scheme, housing allowance, home purchase assistance scheme
and study leave. It can be easily seen that the fringe
benefits of. teachers in subsidized schools, though not
inferior that all as compared to many business establish-
ments having a similar number of employees, are definitely
less attractive than their counterparts teaching in
government schools. Dissatisfaction with fringe benefits
among teachers in subsidized schools strongly supports
the theory of inequity put forward by Adams (1965).
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According to Adams, inequity exists for a person whenever
his perceived job inputs and/or outcomes stand psycholog-
ically in an obverse relation to what he perceives are
the inputs and/or outcomes of others. Since the input
of teachers in subsidized--and government schools are
similar and. yet the fringe benefits (an outcome) in
subsidized schools are substantially less than in
government schools, it is very likely that teachers in
subsidized, schools perceived this situation as
inequitable, and results in dissatisfaction.
In order to reduce the dissatisfaction with fringe
benefits among teachers in subsidized schools, it is
necessary to narrow the existing disparity between
government and subsidized schools. Medical benefits
and education allowance, for example, cound be extended
to subsidized schools as well. The feasibility of extend-
ing other forms of fringe benefits, such as housing
allowance and housing loan, requires a more in-depth
study before any recommendation can be made as the
expenditure involved is quite substantial.
The third lowest among the scale is satisfaction
with training opportunity. At present there are a number
of training programmes available locally for graduate
teachers. These include part-time courses leading to
a diploma or certificate in education, advanced diploma
in education, and master's degree in education. Besides
the Education Department has occasionally conducted some
courses and seminars on specific areas of education.
Based on the number of training courses available, it
,is hard to envisage why the satisfaction with training
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opportunity is comparatively low. It might be related
to the keen competition in getting into some of the
courses leading 'to a certain qualification. Further
study' is apparently .necessary to confirm this conjecture
Ability* utilization was found to be the most
significant predictor of the overall job satisfaction
and accounted for 36.2' percent of the variance in the
overall job satisfaction. Based on this result, it is
highly desirable to utilize the ability of the teachers-
properly.' The present school administrative system
seems to delegate responsibility according to seniority
rather than ability. Though seniority is a f act of
life-in many organizations, it should not be regarded
as the only principle in staffing. Teachers of high
calibre should nevertheless be given chances to utilize
their ability even though their seniority is not so
high as compared to the less able ones.
Sometimes due to various constraints in setting
the school timetable, a teacher may be assigned to
teach a subject other than his area of specialty. Such
arrangement may lower the level of satisfaction with
ability utilization and therefore should be avoided as
far as possible. The problem can be partially solved
by a more careful manpower planning.
The result indicates that there is no significant
difference with respect to sex in the level of the
overall job satisfaction. This finding is not quite in
line with the earlier studies of Hulin and Smith (1965)
and Ivancevich and Donnelly (1968) who have found some
tendencies that female workers are less satisfied than
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male workers. Such tendency was interpreted as linked
to the differential treatment of women and men with
identical credentials. But here in Hong Kong, female
graduate teachers have an equal standing as their male
counterparts, This may explain why no sex difference
in job satisfaction can be found.
Contrary to many findings, significant difference
in job. satisfaction with respect to qualification cannot
be -found either. In this survey, the minimum qualification
among the respondents is a 'bachelor' s degree and the best
qualification is a master's degree with a diploma or
certificate in education. The difference in qualification
may not be great enough to cause a difference in the
overall job satisfaction.
The result indidates that salary is not a significant
predictor of job satisfaction. This seems to be in
agreement with the two-factor-theory of Herzberg who
postulated that` salary was just a hygienic factor. In
other words an increase in salary will not increase one's
satisfaction. In view of this finding, educational
administrators should be particularly careful in trying
to use salary as a means to affect the satisfaction of
graduate teachers.
Besides no other significant difference in job
satisfaction can be found with respect to marital
status, grade, major subject taught and highest level
taught,
Tenure, however, is found to be a significant
predictor of the overall job satisfaction in this
research. This is in agreement with many findings
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reported in literature.
The perceived ability of the students was found.to
be an insignificant predictor of the overall job
satisfaction,' It is contrary to the common belief that
teaching brighter students leads to a higher level of
job satisfaction.
Intention to Leave and Job Satisfaction
Data measuring the eagerness to seek other posts
indicates that less than 8 percent of the respondents
have either..tried very hard or hard to seek other posts
since they. joined their schools. This suggests that
the- intention to leave is not a serious problem in
this particular population.
The present study indicates that the overall job
satisfaction is not a significant predictor of intention
to leave. It differs from most studies which have found
a consistent negative relationship between job satisfaction
and turnover. Further research into this area is
necessary before an explanation can be offered for this
unusual observation.
Satisfaction with the competence of the supervisor,
however, was found to be a significant predictor of
intention to leave and accounted for about 10 percent
of its variance. -In order to further lower the intention
to leave, satisfaction with supervisor's competence
may have to be increased. Besides, it has been shown
earlier that the mean score of satisfaction with the
supervisor's competence is the fourth lowest among all
the scales. Therefore this area may warrant some
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attention.
Most- supervisors or' principals of the school started
their careers as school teachers and worked themselves
up the management -hierarchy. Most of them do not have
much formal management training and their management
skills are acquired through experience. The writer has
no intention to belittle learning management by
experience, it is however not the best route for many.
In order to sharpen the skills and widen the scenario of
management '-of the school principals p it is suggested
that some management development programmes be organized
for the school principals.. Courses relating to the
principles of organization and management, personnel
management and organization-behavior would be appropriate.
Attitude Towards Students, Effort
and Job Satisfaction
The mean score of. the scale measuring the attitude
towards students is 3.33 which suggests that generally
teachers like their students.
The overall job satisfaction and satisfaction with
feedback from the students are two significant predictors
of attitude towards students. It is therefore important
that- graduate teachers receive more feedback from the
students. To achieve this end, it is suggested that a
heuristic approach be adopted as a teaching strategy.
Besides, using the first language as the medium of
instruction could be useful too.
The result indicates that the overall job
satisfaction is not a significant predictor of the
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effort expended by graduate teachers. This finding is
quite' in line with Locke (1976) who indicated that
relationship between job satisfaction and productivity
was not significant.- However attitudes towards students,
satisfaction with feedback and satisfaction with work
load were found to be significant ,predictors of effort.
A Model Relating Job Satisfaction
and Job Behaviour
Based' on the findings of this research. A model
relating job satisfaction and job behaviour in this












In this research, four factors of job satisfaction
were found to be significant predictors of job behaviour and
satisfaction. They are feedback from the students,
ability utilization, workload and supervisor.' s
competence. The ways that they may affect effort and
intention to leave are indicated by the arrows in the
diagram above. This model might serve as a framework
for formulating policies aiming to increase the level
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of the overall job satisfaction and effort and lower
the intention to leave, This model, useful though it
may be, is still quite rudimentary and more research
work is needed to refine and validate it,
Limitation of the Research
Due to various constraints, the sampling method in
this research is not completely random. Had the time
constraint of `this research been relaxed, a random or
stratified sampling procedure could have been used.
However the relatively large sample size of this
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I am a student in the Three-year NBA Programme
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8. Major subject taught:
Q Lrcnl (S) tamiLrht
nrivatesubsidized10. Type of. school: government
11. Tenure at this school:
12. No. of years of teaching experience:
Part B: Please circle the appropriate option in the
following questions.
13. Will you. still be teaching in this school two years
from now?





iLi. How hard have you tried to seek other posts since
you joined this school?
A. tried very hard
B, tried hard
C. tried once or twice
D. have considered it, but no action taken
E. never thought of
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15. How much longer do you. intend to stay in this
school?
A. 6 months or less
B. 6 months to 1 year
C. 1 year to- 2 years
D. 2 years. to 3 years
T. more than-.3 years
16. Do you think you can leave the teaching profession
and go to other professions-easily?
A. very easily,
B. easily
CO neither easily nor difficult
D. difficult
E. very difficult
17, If your option in Q.16 is A or B, please list those
jobs which you feel'you would be qualified.
18. How much initiative do you have in giving your
students supplementary lessons which are outside
your normal timetable?





19, How much eagerness do you have in taking part in the
extra-curricular activities of the students on
Saturday or Sunday?





20. On an average, how often do you work at home
(i.e. prepare the lessons, marking papers, setting
tests etc.)?
A. 7 days a week
B, 5-6 days a week
C. 3-4 days a week
D. 1-2 days a week
E. almost never
21, How much effort does your work require of you?




E. very little effort
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C. only slightly important
D. unimportant
E.. totally unimportant
23. Which of the follow'ing statements best describes_
your feeling towards your students?
A. I like them.very much
B. I like them
C. I find them OK
D. I do not like them too much
E. I dislike them





E. much below average
Part C: In this part of the questionnaire, ask yourself
this question





2- only slightly satisfied
1,- not satisfied
Please circle the appropriate number in tine 011UWltig
1 2 3 4 525. The extent to which I can act without
consulting my superior(s).
1234526. Being able to take up those tasks which
I consider challenging.
1 2 3 4 527, Being able to make use of the skills
and knowledge that I have acquired.
1 2 3 4 528. My promotion opportunity.
1 2 3 4 529, The academic attainment of my students
3 0. My salary q compared to the salary of 1 2 3 4 5
colleagues acting in similar capacity
in the school.
1 2 3 4 531. The competence of the supervisor who
directs the school.
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1 2 132, The fringe benefit package (holidays,
medical benefits housing allowance,
provident fund/pension etc..
1 2 3 4 533. The way the appraisal system actually
reflects my. 'performance.
1 2 3 4 534, my job in general, considering all
the job aspects.
35. The social status of being a -teacner. 1 2 3 4 5
1 2 3 4 536, The -cooperation that I get from other
staff members.
1 2 3 4 537 The equipment that I can make use of
in my teaching
1 2 3+ 538, The physical environment of my working
place. (such as space g temperature 9
tidiness, noise level.
1 2 3 4 539. The way school policies and practices
are consistent for all employees.
1 2 3 4 5O. My-training opportunity.
2 3 4 54+1. The way information is disseminatea
(given) to those who need it,
1 2 3 4 5
42. My job security.
1 2 3 4 543. The number of hours I have to put
into my work.
1 2 3 544. The time I spend in getting to and
from the school from my home.
1 2 3 4 5I+5. The opportunity for me to take part
in decision making process.
1 2 3 4 546. The way my organization assigns people
to the post where their abilities
and potential can be fully used.
1 2 3 L 5
4+7. My career advancement.
1 2 3 I 5L8. The way my students respond in the
class.
1 2 3 4 54+9. NNy salary, considering the demands
of the job.
1 2 3 4 550. The way my superior manages his
subordinates.
1 2 3 4 551. The way promotion is based on
performance,
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52. The way I get along with my colleagues. 1 2 3 4 5
53. The supporting services that I have 1 2 3 4 5
from the clerical staff and minor
staff.
1 2 3 4 554 0 How reasonable those rules applying-
to teachers are?
11 2355, The chance to express my views about
matters related to my work.,
1 2 3 4 556. The pressure exerted on me by the job.
Part D: How important to me are the following
astects?
5.- extremely important
4- very import ant
3- important'
2- only slightly important
1- not important
1 2 3 557. Having the chance to make aecz.sZ.ou.
1 2 3.4 558. Handling challenging work.
1 2 3 4 5rig. Havin opportunity to utilize my skills.
4 51 2 360, Promotion prospect,
1 2 3 4 561. Receivin feedback from the students.
1 2 3 4 562. Mv salary.
1 2 3 4 5.63, Fringe benefits to which I am entitlea.
1234564. The status of my job.
1 2 3 4 565. The spirit of cooperation and friendliness
of my colleagues.
1 2 3 4 566. Having a fair and reliable appraisal
(evaluation) system.
123457. ThP management style of my superior.
1 2 '3 4 568. The physical working conditions.
1 2 3 4 569. Methods of communication in my school.
1 2 3 4 570. Having a reasonable workload.
1 2 3 4 571, Having reasonable and consistent school
policies and rules.
1 2 4 572. Havin training opportunity.
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1 2 3 4 573. Having Job security.
1 2 3 4 574. My job to my overall satisfaction in
life.
THANK YOU VERY MUCH
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